

























































回答病院数 常勤看護職員 新卒看護職員 回答病院数 常勤看護職員 新卒看護職員
全体 3,069 10.9％ 7.8％ 2,799 10.8％ 7.5％
99床以下 741 12.3％ 13.9％ 608 12.7％ 14.9％
100～199床 989 12.2％ 10.1％ 912 12.3％ 10.7％
200～299床 456 11.4％ 8.4％ 437 11.1％ 8.7％
300～399床 345 11.0％ 8.0％ 336 10.6％ 6.8％
400～499床 235 10.2％ 7.8％ 194 9.8％ 8.0％
500床以上 288 10.2％ 7.0％ 276 10.3％ 6.5％



























































































































































































































































































































































































































































































8 看 護 師 の
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Why do Mid-Level Nurses Choose to Quit Their Jobs? 
―A integrative review over the Past Five Years―
SAITO, Shigeko
Abstract
Keywords： Mid-Level Nurse　 turnover
The purpose of this research was to clarify, through a comprehensive literature review, 
the trends in research on mid-level nurses　leaving their jobs. The research method used 
involved conducting a literature search using both the Japan Medical Abstracts Society and 
the CiNii internet databases. The key words “mid-level nurse” and “turnover” resulted in 
the identification of ten relevant articles. The content of these ten articles became the focus 
of analysis. 
The definition of “mid-level nurse,” as reflected in these articles varied considerably, 
ranging from three years to twenty years of nursing experience. Analysis of the articles 
resulted in the identification of five specific reasons for mid-level nurses leaving their 
workplace: ① being overwhelmed by work-load and job responsibilities; ② the experience 
of a significant life event; ③loss of confidence and physical/mental exhaustion;④ problems 
concerning workplace inter-personal relationships; and ⑤ a decision to pursue career 
advancement elsewhere. Factors contributing to nurse retention were also identified: ① the 
rediscovery of positive feelings and emotional rewards concerning nursing; ② the ability to 
view oneself objectively; ③ workplace attention to nurse work-life balance; ④ support and 
recognition by others; ⑤ workplace support for skill development; and ⑥ concern for losing 
one’s job. In conclusion, primary research on mid-level nurse turnover is limited, suggesting 
the need for more research on this important topic. 
